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Abstract 
Loneliness of employees isn’t a new concept but has received relatively little attention by the researchers and so far 
its effects on the quality of employees’ life and organizational operations have been proved by limited empirical 
researches. In this study, it is assumed that loneliness at work has a negative effect on employee attitudes, instigating 
low organizational commitment and a desire not to stay in the organization.  
The aim of this study is to answer the following research questions; ‘Are the lonely employees less committed to their 
organizations and vice versa?’ and ‘Is loneliness effective on their intention to leave from their organizations?’ and 
also ‘Is affective commitment a catalyst on the association between loneliness and intention to leave?’ In the light of 
the related hypotheses, significant relations are found supporting the predictions about the research questions.  
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1. Introduction 
Wood (1986) argues that loneliness is fundamental, basic and one of the most powerful human 
experiences. Whether they express or not, many individuals experience loneliness in response to events in 
their lives [1] and in fact few people go through life and escape the feelings of being lonely [2].  
According to theorists such as Weiss [3] individuals are reluctant to express their both past and present 
feelings of loneliness. Moreover, a great number of people are embarrassed admitting loneliness because 
of the thought of a social failure [4,5]. 
Loneliness in the workplace has received relatively little attention in the literature; few studies 
empirically investigated the concept in the organization literature [6, 7, 8, 9, 10, 11]. Loneliness by this 
has largely been conducted with elders, children, and university students [12, 13]. Moreover, 
organizational commitment has not been studied sufficiantly in relation to individual’s emotional state. 
Loneliness usually results when an individual considers others to be a threat due to their self-constructed 
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barriers and lack of communication and this leads to high level of anxiety and alienation from society [2]. 
Thus, loneliness can inevitably affect the interaction between the employee and the organization. 
Therefore, interpersonal relationships, work performance and organizational commitment can be affected 
from loneliness. Such an understanding is important because previous research has shown that non-
committed employees’ effort and perception to their organization decreases [14].  
The findings of this study might offer insights into some identifiable gaps in the literature and 
understanding about organizational behavior. In particular, this study aims to develop a better 
understanding about loneliness of employees and their organizational results. Although most studies 
assumed commitment and intention to leave concepts as important outputs for organizations, loneliness 
has still been studied less for organizational results.   
2. Literature Review and Hypotheses Development 
The importance of research on loneliness lies not only in its potential for shedding light on basic 
aspects of social relations but also in the fact that loneliness is a common and distressing problem for 
many people [15]. Loneliness is ‘a complex set of feelings encompassing reactions to the absence of 
intimate and social needs’ [16] and often ‘characterized by an unpleasant, painful, anxious yearning for 
another person or persons’ [17]. Despite the many definitions of loneliness, there are some underlying 
assumptions common to most of these definitions. First, loneliness is thought to result from perceived 
deficiencies in one’s social world. Second, loneliness is thought to be a subjective state experienced by 
the individual, rather than some objective feature in the individual’s social world. Third, it is 
fundamentally an aversive and distressing experience [4, 18, 19]. 
Two main conceptualizations of loneliness have evolved from past research: loneliness as a 
unidimensional concept [15] and loneliness as multidimensional and domain-specific concepts [3]. Weiss 
first described the multidimensional nature of loneliness by proposing two distinct types: the experience 
of emotional isolation (emotional loneliness) and social isolation (social loneliness). Emotional loneliness 
is the lack of a specific, intimate relationship, and social loneliness is a lack of social integration and 
embeddedness [20]. 
The nature of employees’ commitment to their employing organization has been a topic of great 
interest to organizational researchers [21]. Organizational commitment is defined as the degree to which 
the employee feels dedicated to their organization [22, 23]. Further research into this variable has 
concluded that commitment is a multidimensional construct. Although various multidimensional 
conceptualizations are defined [24, 25], there is general acceptance that organizational commitment has 
three main facets: affective, continuance, and normative [26]. Affective commitment refers to the 
emotional bond and the identification the employee has with the organization. For the employees, the 
positives include enhanced feelings of devotion, belongingness, and stability [27]. 
Researchers found that committed employees are more likely to remain with the organization and 
strive towards the organization’s mission, goals and objectives [14, 28, 29, 30, 31, 32, 33, 34]. One 
explanation for the low commitment-turnover correlations is that other variables probably moderate this 
relationship [35], but little research has addressed that issue [36] (e.g. perceived organizational support 
[37]). 
The association between affective commitment and intention to leave and/or turnover has been well 
established in previous researches [14, 35, 38]. The meta-analysis of Griffeth et al. [39] draws the 
inference that affective commitment is one of the best predictors of voluntary turnover. Employees with a 
strong emotional attachment (affective commitment) tend to work harder and therefore are more 
productive and have a strong emotional desire to remain with the organization [27]. In contrast, the 
employee with economical /calculative ties to the organization (continuance commitment) will stay 
because of the ‘side bets” they have invested in the organization. The side bets can be monetary value, a 
pension plan, specific skills acquired whilst working there or status [40] and would be lost if he/she 
decides to leave [23]. This knowledge motivated to taken into consideration affective commitment 
behaviours of employees as a component in this study. 
Although there is very limited research on the quality of interpersonal relationships and organizational 
commitment, empirical research does indicate a link between various types of commitment with social 
support in the workplace. Vashishtha and Mishra [41] examined the relationship between social support 
and organizational commitment and found positive relationship between the variables. Moreover, studies 
found that commitment is positively related to the variables such as participation and teamwork [42]. 
Therefore, the quality of workplace relationships may contribute to the perception of organizational 
commitment, particularly as both loneliness and organizational commitment appear to have an affective 
component as their underlying basis. Moreover, chronic loneliness is associated with low social 
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motivation. Similarly, high levels of organizational commitment are related to motivation to perform and 
exert high levels of energy on behalf of the organization [43]. Consequently, it may be that if one was 
experiencing loneliness at work, and therefore perhaps suffering from low levels of energy or social 
motivation, this apathy may spill over to reduced organizational commitment. Due to this perception, the 
first hypothesis of the study is; 
H1: Loneliness has a negative impact on affective commitment. 
Beside this, although research is limited in volume, the findings tentatively indicate an association 
between interpersonal relationships at work and intention to leave [44, 45]. Ellenbecker [46] identified 
social support and Tai et al. [47] identified supervisor’s behavior as an antecedent of intention to leave. In 
addition to these, relationship development and maintenance is a contributing factor in an individual’s 
intention to withdrawal from the organization [2]. Hence the second hypothesis can be developed as in the 
following;  
H2: Loneliness has a positive impact on intention to leave. 
Consequently, dissatisfied employees tend to withdraw from their organizations, either through 
psychological disconnection or actual job departure [48]. Essentially, if an employee feels lonely at work, 
either through emotional or social detachment, it follows that they are likely to psychologically withdraw 
from that environment [2]. This is particularly notable as both loneliness and organizational commitment 
appear to have an affective component as their underlying basis. Additionally, poor relationships with co-
workers surfaced as the most salient reason for withdrawing from the organization and also studies 
indicated association between interpersonal relationships at work and intention to leave [44-45]. It is 
predicted that loneliness at work has a negative effect on employee attitudes, instigating low 
organizational commitment and a desire to withdraw from the organization. Therefore the last hypothesis 
of the study is based on the mediating role of affective commitment on the loneliness and intention to 
leave relations. 
H3: Affective commitment has a mediating effect on the association between loneliness and intention 
to leave. 
 
 
 
 
 
 
 
 
3. Research Design 
3.1. Data Collection and Demographic Distribution of the Sample 
In this study, we gathered data from employees from various sectors and different sized companies in 
Istanbul. Questionnaires were allocated both as hard copy and a link prepared for the survey. From 
questionnaires distributed, 107 of them were obtained via the link and rests of them were obtained as hard 
copy, finally a total number of 203 of the surveys returned back in valid. Participants are from various age 
(below 25- 11.3 %, between 25 and 34- 61.6 %, between 35 and 44- 23.2% and above 44- 3.9 %) and 
education level (primary school- 15.8 %, high school- 15.8 %, university- 40.4 and lastly master / 
doctorate- 28.1%), both male (60.1 %) and female (39.4 %).   
3.2. Measures     
The Data were collected through the questionnaire which contains four parts; the first part asks 
demographic properties of employees and prepared by the researchers, rest of the questionnaire is adapted 
from prior studies. 5-point likert type scales are used in the measurement scales ranging from “strongly 
disagree” to “strongly agree”. The second questionnaire is about loneliness of employees in the 
workplace. The Loneliness at Work scale –LAWS is developed by Wright et. al [11]; it contains 2 
dimensions; emotional deprivation (9 items) and social companionship (7 items). The LAWS is adapted 
to Turkish literature by Doğan et al [49]. The third part assesses affective commitment of employees.  The 
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scale is developed by Wasti [50] and contains 8 items. Originally the questionnaire is adapted from Allen 
and Mayer’s 3 dimensional organizational commitment model; furthermore it is translated into Turkish by 
Ağca and Ertan [51]. And finally the last part is developed by Teoman [52] to assess intention to leave of 
employees. The questionnaire originally is developed by Cook et al [53] and contains 4 items. 
4. Data Analysis and Hypotheses Test Results 
4.1. Factor Analysis 
According to anti-image table values; all variables were found to be higher than 0.50 (r>0.30), 
indicating all items took place in the factor analysis. Factor analysis with principal component by varimax 
rotation, performed to find out the factor structure, is conducted and all dependent and independent 
variables were analyzed concurrent. Because some items were below 0.50 or have collinearity with more 
than one factor, and some factors contain one item it was continued to perform factor analysis by 
removing the items one by one until achieving the ideal table. At the end, 7 items were removed, rest of 
the items naturally revealed 4 factors. According to KMO (=0,885) and significance value (p=0.00) our 
sample is suitable for the hypothesis testing. Each of affective commitment and intention to leave scales 
are composed of one dimension and items measuring loneliness are composed of two dimensions as 
expected; developer of the questionnaire named the dimensions as social companionship and emotional 
deprivation [11]. In this study original names are used. 
 
4.2. Correlation Analysis 
 
We calculated means and standard deviations for each variable and created a correlation matrix of all 
variables used in hypothesis testing. Means, standard deviations, reliabilities, and correlations among all 
dimensions used in the analyses are shown in Table 2. The means and standard deviations are within the 
expected ranges. All mean scores are above 3 and the highest value is social companionship dimension of 
Table 1: Factor Loadings of Loneliness- Affective Commitment- Intention to Leave Scales 
Total Var.:61,685 
Affective 
Commitment 
Var.:22,593 
Intention to Leave 
Var.: 13,823 
Emotional 
Deprivation 
Var.: 13,267 
Social Companionship 
Var.: 12,001 
AC6 ,821    
AC8 ,790    
AC2 ,746    
AC5 ,731    
AC7 ,697    
AC1 ,695    
AC4 ,678    
AC3 ,629    
IL4  ,843   
IL3  ,841   
IL2  ,773   
IL1  ,537   
ED9   ,787  
ED8   ,765  
ED7   ,733  
ED1   ,629  
ED3   ,618  
SC3    ,745 
SC1    ,730 
SC7    ,709 
SC6    ,620 
AC: Affective Commitment, IL: Intention to Leave, ED: Emotional Deprivation, SC:  Social Companionship, Var: Variance 
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loneliness (4,0427). Alpha values are above 0.70 for all variables indicating satisfactory levels of 
statistical tests for reliability and validity. It is assumed that the factors of the variables are sufficiently 
valid and reliable to test hypotheses. According to correlation analysis, all variables are correlated with 
each other and as expected there is a negative relationship among affective commitment, loneliness and 
intention to leave and also there is a positive relationship among loneliness and intention to leave 
dimensions. 
 
Table 2: Correlation- Mean - Standard Deviation Coefficients 
 S.D MEAN 1 2 3 4 
1.AC ,94424 3,6008 (0,905)    
2.IL 1,11350 3,3675 -0,549(**) (0,831)   
3.ED ,86389 3,7086 -0,278(**) 0,319(**) (0,765)  
4.SC ,80485 4,0427 -0,437(**) 0,335 (**) 0,443(**) (0,734) 
**Correlation is significant at the 0.01 level (2-tailed). 
4.3. Regression Analysis: 
Pearson correlation results are significant, and then the directions of correlation between the variables 
are investigated with the help of linear regression analysis. For all variables, F and adjusted R2 values 
have been found to be significant. Because Durbin Watson scores are close to 2, there is not auto-
correlation between the variables. The table given below provides hierarchical regression findings [54] 
among the variables. Emotional deprivation of loneliness has not a significant influence on affective 
commitment. Hence, the related hypothesis is not supported (H1a: Emotional deprivation has a negative 
impact on affective commitment). Affective commitment’s mediating effect on this relationship is not 
significant. Therefore, the hypothesis that proposed the mediating effect (H3a: Affective commitment has 
a mediating effect on the association between emotional deprivation and intention to leave) is not 
accepted. However, emotional deprivation has a positive relationship with intention to leave and related 
hypothesis is supported (H2a: Emotional deprivation has a positive impact on intention to leave). For 
social companionship dimension of loneliness; it has a negative influence on affective commitment and 
the related hypothesis is accepted (‘H1b: Social companionship has a negative impact on affective 
commitment’). Moreover, social companionship has a positive impact on intention to leave supporting the 
related hypothesis (‘H2b: Social companionship has a positive impact on intention to leave’). Finally, 
model 3 supports full mediating effect of affective commitment and the hypothesis is accepted. (‘H3b: 
Affective commitment has a mediating effect on the association between social companionship and 
intention to leave’). At this point, social companionship related hypotheses are accepted. 
 
Table 3: Regression Results of Loneliness- Intention to Leave Scales: 
Model 1 Affective Commitment 
Emotional Deprivation -0,109 F:25,004 
R2 :0,215 
DW:1,827 Social Companionship -0,407** 
Model 2 Intention to Leave 
Emotional Deprivation 0,205* F:14,230 
R2 :0,146 
DW:1,669 Social Companionship 0,230* 
Model 3 Intention to Leave 
Emotional Deprivation 0,150* F:31,084 
R2 : 0,339 
DW: 1,820 
Social Companionship 0,022 
Affective Commitment -0,510** 
First column indicates beta values and p<0.05 =*, p<0.01=** 
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5. Conclusion, Implication and Limitations 
This paper aimed to find out the effects of loneliness on two important organizational outputs: 
affective commitment and intention to leave.The findings of the study offer two important insights; firstly 
just like with theorists such as Weiss [3] proposes and researchers such as Wright [11] empirically 
supports; loneliness has two distinct dimensions namely emotional and social loneliness. In addition to 
these as indicated in our previous study [55], the  association of components of loneliness with social 
climate and well-being referred a distinction between dimensions, and this study supports the idea that 
emotional based and relational based form of loneliness effect organizational outputs differently. This 
findings present evidence to the proposition that loneliness is a multi-dimensional construct. 
In addition to this, another important issue is that affective commitment is about being socially 
supported. Findings of the research indicate that emotional deprivation isn’t effective on commitment to 
the organization. However, emotional deprivation effects the decision to stay in or leave  the organization. 
Because of that, it is important not to separate any dimension and measure them as a whole for 
organizational results. 
Generally, organizations perceive such emotional and social issues as personal problems and not 
directly effective on organizational operations. Studies about loneliness in the workplace are limited but 
findings support direct effects on outputs such as performance, motivation etc. [e.g. 11, 33]. This study 
highlights the importance of loneliness for organizations. Because of that, positive social relationships 
should be induced by managers. Social activities and trainings related to social relations (e.g. conflict 
management, improving social abilities) may be arranged in order to improve social interactions among 
employees.   
Findings indicate that loneliness in the workplace is an effective negative factor but research on this 
topic has been very limited. Researches about this issue should be taken into consideration with various 
samples, cultures and variables as well. Other important gaps, the antecedents and demographic profiles 
of loneliness in organizations, should be investigated empirically.  
This study has limitations based on the sample and subject itself. Loneliness naturally a perception 
based variable, thereby the most important limitation of the study is that findings reflect the perceptions 
of the participants. Because people are reluctant to express their emotions, results may not reflect 
objective rates in organizations. Another limitation of the research is that participants in the survey live in 
similar cultural areas (all live and work in Istanbul).Conducting a research in another region in Turkey 
and even different countries may produce different perceptual results. 
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